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I l u f o y e  S a r a f a  O g u n d i y a  
A f r i c a n  J o u r n a l  f o r  t h e  P s y c h o l o g i c a l  S t u d y  o f  S o c i a l  I s s u e s  V o l .  1 2  ( 1 ) ,  2 0 0 9  
e c o n o m y .  T h i s  i s  b e c a u s e  b e t w e e n  2 0 0 1  a n d  2 0 0 5 ,  t h e  s e c t o r  c o n t r i b u t e d  a  t o t a l  
1 7 . 3 4  p e r c e n t  t o  N i g e r i a ' s  G r o s s  D o m e s t i c  P r o d u c t  ( G D P )  ( C B N ,  2 0 0 5 ) .  T h e  f i r s t  
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T h e  p r e s e n t  s t u d y  f o c u s e s  o n  N i g e r i a n  B r e w e r i e s  P i c ,  t h e  f o r e m o s t  b r e w e r y  
o r g a n i z a t i o n  i n  N i g e r i a .  T h e  j u s t i f i c a t i o n  f o r  N i g e r i a n  B r e w e r i e s  P i c . ,  i s  b a s e d  o n  t h e  
f a c t  t h a t  t h e  o r g a n i z a t i o n  i s  r e p u t e d  t o  b e  t h e  p i o n e e r  a n d  l a r g e s t  b r e w i n g  c o m p a n y  
i n  N i g e r i a  w i t h  a  t o t a l  t u r n o v e r  i n  t h e  y e a r  2 0 0 5  p u t  a t  = N =  8 0 . 2  b i l l i o n  a n d  o p e r a t i n g  
p r o f i t  f o r  t h e  s a m e  y e a r  p u t  a t  = N =  1 5 . 4  b i l l i o n  ( N B p l c  o n l i n e ,  2 0 0 6 ;  G b e r e v b i e ,  
2 0 0 8 ) .  
S i g n i f i c a n c e  o f  t h e  S t u d y  
T h e  s i g n i f i c a n c e  o f  t h i s  s t u d y  l i e s  i n  t h e  f a c t  t h a t  i t  w i l l :  
I .  
2  
3 .  
S e r v e  a s  a  b a s i s  f o r  f u r t h e r  s t u d i e s  i n  t h e  a r e a  o f  s t a f f  r e t e n t i o n  s t r a t e g i e s  f o r  
o r g a n i z a t i o n a l  p e r f o r m a n c e .  F u r t h e r m o r e ,  i t  w i l l  b e  h e l p f u l  t o  p o l i c y  m a k e r s  i n  
o r g a n i z a t i o n s  p a r t i c u l a r l y  i n  t e r m s  o f  s t a f f  a c q u i s i t i o n ,  a n d  t h e  h u m a n  r e s o u r c e  
d e p a r t m e n t  i n  t e r m s  o f  i m p l e m e n t a t i o n  o f  h u m a n  r e s o u r c e  p o l i c i e s  a n d  p r a c t i c e  
t h a t  w i l l  r e t a i n  t h e i r  c o m p e t e n t  w o r k f o r c e  t o w a r d  a c h i e v i n g  t h e  g o a l s  o f  t h e  
o r g a n i z a t i o n .  
E n a b l e  o r g a n i z a t i o n s  t o  a p p r e c i a t e  t h e  u s e f u l n e s s  o f  t h e  p r o v i s i o n  o f  
a p p r o p r i a t e  r e w a r d  s y s t e m s  a s  r e t e n t i o n  s t r a t e g i e s  f o r  s t a f f  p e r f o r m a n c e .  I n  
a d d i t i o n ,  i t  w i l l  e n a b l e  t h e m  t o  r e a l i z e  t h a t  r e w a r d  s y s t e m s  n e e d  t o  b e  
m e a n i n g f u l  i n  t e r m s  o f  q u a l i t y ,  e q u i t a b l e  i n  t e r m s  o f  h a r d  w o r k ,  f a i r  i n  t e r m s  o f  
m e a s u r a b l e  c r i t e r i a  t o  a c h i e v e  a n d  j u s t  i n  t e r m s  o f  d i s p a r i t y  o f  v o l u m e  t o  b e  
g i v e n  o u t  t o  s t a f f  a s  b a s i s  f o r  s t a f f  p e r f o r m a n c e .  
B e  r e l e v a n t  f o r  o r g a n i z a t i o n s  t o  r e a l i z e  t h a t  p r o p e r  i m p l e m e n t a t i o n  o f  e m p l o y e e  
r e t e n t i o n  s t r a t e g i e s  t h a t  a r e  i n  l i n e  w i t h  e m p l o y e e s '  p r e f e r e n c e s  s e r v e  t o  k e e p  
c o m p e t e n t  w o r k f o r c e  i n  t h e  e m p l o y m e n t  o f  o r g a n i z a t i o n s  f o r  p e r f o r m a n c e .  
L i t e r a t u r e  R e v i e w  
C o n c e p t  o f  O r g a n i z a t i o n a l  P e r f o r m a n c e  
O r g a n i z a t i o n a l  p e r f o r m a n c e  r e f e r s  t o  t h e  r e c o r d  o f  a c h i e v e m e n t  o f  a n  o r g a n i z a t i o n  
o v e r  a  p e r i o d  o f  t i m e  ( A r m s t r o n g ,  2 0 0 1 ) .  B o y n e ,  F a r r e l l ,  L a w ,  P o w e l l  a n d  W a l k e r  
( 2 0 0 3 )  p o s i t  t h a t  i n f o r m a t i o n  o n  o r g a n i z a t i o n a l  p e r f o r m a n c e  i s  v e r y  i m p o r t a n t  t o  
m a n a g e m e n t  o f  a n y  o r g a n i z a t i o n .  I t  h e l p s  m a n a g e m e n t  t o  a s c e r t a i n  w h e t h e r  t h e  
o r g a n i z a t i o n  i s  i m p r o v i n g ,  d e t e r i o r a t i n g  o r  s t a g n a n t .  I n  a d d i t i o n ,  i t  e n a b l e s  
o r g a n i z a t i o n s  t o  a d j u s t  w i t h  a  v i e w  t o  i m p r o v i n g  o n  i t s  s e r v i c e s  f o r  t h e  e n h a n c e m e n t  
o f  i t s  s u r v i v a l  a n d  g r o w t h .  H o w e v e r ,  t h e r e  i s  t h e  p r o b l e m  o f  e v a l u a t i n g  c r i t e r i a  f o r  
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G r o w t h  i n  t h e  N i g e r i a n  b r e w e r y  i n d u s t r y  h a s  t h r o w n - u p  c h a l l e n g e s  o n  h o w  t o  
r e t a i n  s c a r c e  a n d  c o m p e t e n t  w o r k f o r c e  f o r  t h e  r e a l i z a t i o n  o f  o r g a n i z a t i o n a l  g o a l s .  
T h i s  s t u d y  e m p i r i c a l l y  e x p l o r e s  t h e  b e n e f i t s  o f  s t a f f  r e t e n t i o n  s t r a t e g i e s  f o r  
o r g a n i z a t i o n a l  p e r f o r m a n c e .  T o  a c h i e v e  t h e  o b j e c t i v e s  o f  t h e  s t u d y ,  1 2 0  c o p i e s  o f  
q u e s t i o n n a i r e s  w e r e  a d m i n i s t e r e d  t o  r e s p o n d e n t s  a n d  s t r u c t u r e d  i n t e r v i e w  c a r r i e d  
o u t  w i t h  m e m b e r s  o f  s t a f f  o f  t h e  N i g e r i a n  B r e w e r i e s  P l c  l o c a t e d  a t  A b e b e  v i l l a g e ,  
l g a n m u - L a g o s .  T h e  s t u d y  a d o p t e d  t h e  c h i - s q u a r e  a n a l y t i c a l  t e c h n i q u e  t o  a n a l y z e  
t h e  v a r i a b l e s .  T h e  f i n d i n g s  s h o w e d  t h a t  t h e r e  i s  a  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  
s t a f f  r e t e n t i o n  s t r a t e g i e s  ( r e w a r d s )  a n d  o r g a n i z a t i o n a l  p e r f o r m a n c e .  F u r t h e r  
f i n d i n g s  s h o w e d  t h a t  t h e r e  i s  a  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  s t a f f  p a r t i c i p a t i o n  
i n  d e c i s i o n  m a k i n g ,  f r e q u e n t  s t a f f  t u r n o v e r  a n d  o r g a n i z a t i o n a l  p e r f o r m a n c e .  
F u r t h e r m o r e ,  t h e  s t u d y  f o u n d  t h a t  o r g a n i z a t i o n s  h a v e  a  l o t  t o  b e n e f i t  f r o m  p r o p e r  
i m p l e m e n t a t i o n  o f  s t a f f  r e t e n t i o n  s t r a t e g i e s  i n  t h e  a r e a  o f  c o m p e t e n t  e m p l o y e e  
r e t e n t i o n ,  j o b  s a t i s f a c t i o n  a m o n g s t  s t a f f ,  h i g h l y  m o t i v a t e d  w o r k f o r c e  a n d  e n h a n c e d  
o r g a n i z a t i o n a l  p e r f o r m a n c e .  T h e s e  s t r a t e g i e s  i n c l u d e  g o o d  a n d  r e g u l a r  m o n t h l y  
r e m u n e r a t i o n .  p a c k a g e s ,  w o r k e r s  p a r t i c i p a t i o n  i n  d e c i s i o n - m a k i n g ,  p o l i c i e s  t h a t  
b o t h e r e d  o n  j o b  s e c u r i t y  a n d  p r o v i s i o n  o f  a p p r o p r i a t e  i n c e n t i v e s  t h a t  f a v o u r e d  
w e l f a r e  o f  e m p l o y e e s '  f a m i l i e s .  T h e  s t u d y  r e c o m m e n d e d  t h a t  f o r  o r g a n i z a t i o n s  t o  
h a v e  i n  t h e i r  e m p l o y m e n t  h i g h l y  m o t i v a t e d  w o r k f o r c e  a n d  r e t e n t i o n  o f  c o m p e t e n t  
e m p l o y e e s  f o r  p e r f o r m a n c e  t h e r e  i s  t h e  n e e d  f o r  p r o p e r  i m p l e m e n t a t i o n  o f  s t a f f  
r e t e n t i o n  s t r a t e g i e s .  
K e y  w o r d s :  F r e q u e n t  S t a f f  T u r n o v e r ,  S t a f f  R e t e n t i o n  S t r a t e g i e s ,  S t a f f  M o t i v a t i o n  
J o b  S e c u r i t y ,  J o b  S a t i s f a c t i o n  a n d  O r g a n i z a t i o n a l  P e r f o r m a n c e  
I N T R O D U C T I O N  
R e s e a r c h e r s  h a v e  p o s i t e d  t h a t  n o  o r g a n i z a t i o n  c a n  a c h i e v e  i t s  g o a l s  w i t h o u t  t h e  
h u m a n  r e s o u r c e .  T h i s  i s  b e c a u s e  t h e  h u m a n  r e s o u r c e  o f  a n y  o r g a n i z a t i o n  i s  i t s  
m o s t  v a l u a b l e  a s s e t  ( E j i o f o r  a n d  M b a c h u ,  2 0 0  I ;  O l o w u  a n d  A d a m o l e k u n ,  2 0 0 5 ) .  
T h e  h u m a n  f a c t o r  i s  t h e r e f o r e  f u n d a m e n t a l  t o  t h e  a c h i e v e m e n t  o f  o r g a n i z a t i o n a l  
g o a l s  a n d  o b j e c t i v e s .  W h e n  t h i s  v i t a l  a s s e t  i s  n o t  p r o p e r l y  p l a n n e d  f o r  i n  t e r m s  o f  
1 1 4  
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the strategies to be put in place to retain them; meeting organizational goals becomes 
a mirage. As Ejiofor and Mbachu rightly noted: 
... without human resource, organizations are no more than 
mere assemblages of buildings, plants and equipment. No other 
factor is as important as human resource in maintaining 
corporate stability, development and profitability of an 
enterprise whether in the long or short-run ( Ejiofor and Mbachu, 
2001 ). 
For organizations to achieve their goals, they need the inputs of their competent 
staff. The problem facing some organizations however is on how to retain these 
competent staff for organizational performance. This problem has deprived many 
organizations of having in their employment capable workforce needed to achieve 
their desired goals and objectives (Cascio, 2003 ; Heneman and Judge, 2003). 
In order to overcome the problem of frequent staff turnover arising from non-
provision of appropriate staff retention strategies, organizations put in place 
incentives to retain their competent staff. This is to enable them to contribute 
towards the achievement of organizational goals. One of the reasons that informed 
this study is to highlight the unique role undertaken by competent staff in bringing 
about the realization of the goals and objectives of organizations. In so far as 
competent employees are necessary for organizational performance, there is the 
need therefore to examine the benefits of staff retention strategies for the achievement 
of the goals and objectives of organizations. The objective of this study therefore 
is to empirically explore the benefits of staff retention strategies and performance in 
Nigerian Breweries Pic. 
Research Hypotheses 
In order to achieve the objective of the study the following hypotheses stated in 
null form were tested: 
Ho. 1: There is no significant relationship between the views of respondents on 
rewards and performance in Nigerian Breweries Pic. 
Ho. 2: There is no significant relationship between the views of respondents on 
staff participation in decision making, frequent labour turnover and 
performance in Nigerian Breweries Pic. 
Scope of the Study 
The scope of this study is defined in terms of industry and time-frame. The study 
focuses on benefits of staff retention strategies and performance in the Nigerian 
brewery industry. The brewery industry is a formidable sector in the Nigerian 
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b r e w e r y  c o m p a n y ,  N i g e r i a n  B r e w e r i e s  P i c  w a s  i n c o r p o r a t e d  i n  1 9 4 6 ,  a n d  p r o d u c e d  
i t s  f i r s t  b e e r - S t a r  L a g e r  B e e r  i n  L a g o s ,  N i g e r i a  i n  1 9 4 9  ( N B p l c .  O n l i n e ,  2 0 0 6 ) .  S i n c e  
t h e n ,  o t h e r  s e v e n  b r e w e r i e s  h a v e  b e e n  e s t a b l i s h e d  i n  N i g e r i a .  
T h e  p r e s e n t  s t u d y  f o c u s e s  o n  N i g e r i a n  B r e w e r i e s  P i c ,  t h e  f o r e m o s t  b r e w e r y  
o r g a n i z a t i o n  i n  N i g e r i a .  T h e  j u s t i f i c a t i o n  f o r  N i g e r i a n  B r e w e r i e s  P i c . ,  i s  b a s e d  o n  t h e  
f a c t  t h a t  t h e  o r g a n i z a t i o n  i s  r e p u t e d  t o  b e  t h e  p i o n e e r  a n d  l a r g e s t  b r e w i n g  c o m p a n y  
i n  N i g e r i a  w i t h  a  t o t a l  t u r n o v e r  i n  t h e  y e a r  2 0 0 5  p u t  a t  = N =  8 0 . 2  b i l l i o n  a n d  o p e r a t i n g  
p r o f i t  f o r  t h e  s a m e  y e a r  p u t  a t  = N =  1 5 . 4  b i l l i o n  ( N B p l c  o n l i n e ,  2 0 0 6 ;  G b e r e v b i e ,  
2 0 0 8 ) .  
S i g n i f i c a n c e  o f  t h e  S t u d y  
T h e  s i g n i f i c a n c e  o f  t h i s  s t u d y  l i e s  i n  t h e  f a c t  t h a t  i t  w i l l :  
1 .  S e r v e  a s  a  b a s i s  f o r  f u r t h e r  s t u d i e s  i n  t h e  a r e a  o f  s t a f f  r e t e n t i o n  s t r a t e g i e s  f o r  
o r g a n i z a t i o n a l  p e r f o r m a n c e .  F u r t h e r m o r e ,  i t  w i l l  b e  h e l p f u l  t o  p o l i c y  m a k e r s  i n  
o r g a n i z a t i o n s  p a r t i c u l a r l y  i n  t e r m s  o f  s t a f f  a c q u i s i t i o n ,  a n d  t h e  h u m a n  r e s o u r c e  
d e p a r t m e n t  i n  t e r m s  o f  i m p l e m e n t a t i o n  o f  h u m a n  r e s o u r c e  p o l i c i e s  a n d  p r a c t i c e  
t h a t  w i l l  r e t a i n  t h e i r  c o m p e t e n t  w o r k f o r c e  t o w a r d  a c h i e v i n g  t h e  g o a l s  o f  t h e  
o r g a n i z a t i o n .  
2  E n a b l e  o r g a n i z a t i o n s  t o  a p p r e c i a t e  t h e  u s e f u l n e s s  o f  t h e  p r o v i s i o n  o f  
a p p r o p r i a t e  r e w a r d  s y s t e m s  a s  r e t e n t i o n  s t r a t e g i e s  f o r  s t a f f  p e r f o r m a n c e .  I n  
a d d i t i o n ,  i t  w i l l  e n a b l e  t h e m  t o  r e a l i z e  t h a t  r e w a r d  s y s t e m s  n e e d  t o  b e  
m e a n i n g f u l  i n  t e r m s  o f  q u a l i t y ,  e q u i t a b l e  i n  t e r m s  o f  h a r d  w o r k ,  f a i r  i n  t e r m s  o f  
m e a s u r a b l e  c r i t e r i a  t o  a c h i e v e  a n d  j u s t  i n  t e r m s  o f  d i s p a r i t y  o f  v o l u m e  t o  b e  
g i v e n  o u t  t o  s t a f f  a s  b a s i s  f o r  s t a f f  p e r f o r m a n c e .  
3 .  B e  r e l e v a n t  f o r  o r g a n i z a t i o n s  t o  r e a l i z e  t h a t  p r o p e r  i m p l e m e n t a t i o n  o f  e m p l o y e e  
r e t e n t i o n  s t r a t e g i e s  t h a t  a r e  i n  l i n e  w i t h  e m p l o y e e s '  p r e f e r e n c e s  s e r v e  t o  k e e p  
c o m p e t e n t  w o r k f o r c e  i n  t h e  e m p l o y m e n t  o f  o r g a n i z a t i o n s  f o r  p e r f o r m a n c e .  
L i t e r a t u r e  R e v i e w  
C o n c e p t  o f  O r g a n i z a t i o n a l  P e r f o r m a n c e  
O r g a n i z a t i o n a l  p e r f o r m a n c e  r e f e r s  t o  t h e  r e c o r d  o f  a c h i e v e m e n t  o f  a n  o r g a n i z a t i o n  
o v e r  a  p e r i o d  o f  t i m e  ( A r m s t r o n g ,  2 0 0 1 ) .  B o y n e ,  F a r r e l l ,  L a w ,  P o w e l l  a n d  W a l k e r  
( 2 0 0 3 )  p o s i t  t h a t  i n f o r m a t i o n  o n  o r g a n i z a t i o n a l  p e r f o r m a n c e  i s  v e r y  i m p o r t a n t  t o  
m a n a g e m e n t  o f  a n y  o r g a n i z a t i o n .  I t  h e l p s  m a n a g e m e n t  t o  a s c e r t a i n  w h e t h e r  t h e  
o r g a n i z a t i o n  i s  i m p r o v i n g ,  d e t e r i o r a t i n g  o r  s t a g n a n t .  I n  a d d i t i o n ,  i t  e n a b l e s  
o r g a n i z a t i o n s  t o  a d j u s t  w i t h  a  v i e w  t o  i m p r o v i n g  o n  i t s  s e r v i c e s  f o r  t h e  e n h a n c e m e n t  
o f  i t s  s u r v i v a l  a n d  g r o w t h .  H o w e v e r ,  t h e r e  i s  t h e  p r o b l e m  o f  e v a l u a t i n g  c r i t e r i a  f o r  
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c a u s e s  o f  l a b o u r  t u r n o v e r  t o  i n c l u d e  j o b  d i s s a t i l ; f a c t i o n ,  l a c k  o f  o r g a n i z a t i o n a l  
c o m m i t m e n t ,  i n t e n t i o n  t o  q u i t  a n d  c o m p a r i s o n  o f  a l t e r n a t i v e s .  G r i f f e t h  e t  a l  o b s e r v e d  
a  r e l a t i o n s h i p  b e t w e e n  p a y ,  p e r f o r m a n c e  a n d  s t a f f  t u r n o v e r  i n  a n  o r g a n i z a t i o n .  T h e  
s t u d y  e x a m i n e d  t h e  r e l a t i o n s h i p  b e t w e e n  p a y ,  a  p e r s o n ' s  p e r f o r m a n c e  a n d  t u r n o v e r  
a n d  c o n c l u d e d  t h a t  w h e n  h i g h  p e r f o r m e r s  a r e  i n s u f f i c i e n t l y  r e w a r d e d ,  t h e y  a r e  
m o s t  l i k e l y  t o  l e a v e  t h e  o r g a n i z a t i o n  t o  s e e k  e m p l o y m e n t  e l s e w h e r e .  
I n  t h e  s a m e  v e i n ,  K i r s c h e n b a u m  a n d  W e i s b e r g  ( 2 0 0 2 )  o b s e r v e d  t h a t  t h e  i n f l u e n c e  
o f  c o - w o r k e r s  i n t e n t i o n  t o  l e a v e  t h e i r  o r g a n i z a t i o n  t o  s e e k  e m p l o y m e n t  e l s e w h e r e  
h a s  a  m a j o r  i n f l u e n c e  o n  s t a f f  r e s i g n a t i o n  f r o m  t h e  w o r k p l a c e .  A c c o r d i n g  t o  t h e  
s t u d y ,  t h e  m o r e  p o s i t i v e  t h e  p e r c e p t i o n  o f  t h e i r  c o - w o r k e r s  d e s i r e  t o  l e a v e  t h e  
e m p l o y m e n t  o f  t h e i r  o r g a n i z a t i o n ,  t h e  m o r e  e m p l o y e e s  t h e m s e l v e s  w o u l d  w a n t  t o  
l e a v e .  T h e  s t u d y  c o n c l u d e s  t h a t  a  f e e l i n g  a b o u t  c o - w o r k e r s '  i n t e n t i o n  t o  c h a n g e  
j o b s  a c t s  a s  a  f o r m  o f  s o c i a l  p r e s s u r e  o r  j u s t i f i c a t i o n  o n  t h e  e m p l o y e e  t o  m a k e  a  
s i m i l a r  m o v e .  
A l s o ,  T a p l i n ,  W i n t e r t o n  a n d  W i n t e r t o n  ( 2 0 0 3 ) ,  i d e n t i f i e d  t w o  m a i n  f a c t o r s  a s  
s i g n i f i c a n t  r e a s o n s  f o r  e m p l o y e e s  l e a v i n g  t h e i r  o r g a n i z a t i o n  t o  s e e k  e m p l o y m e n t  
e l s e w h e r e .  T h e s e  f a c t o r s  a r e :  l o w  l e v e l  o f  w a g e  r a t e s  a n d  i n d u s t r y  o r  o r g a n i z a t i o n ' s  
i m a g e .  A c c o r d i n g  t o  t h e  s t u d y ,  w h e r e  s t a f f  p e r c e i v e d  t h e  l e v e l  o f  t h e i r  w a g e  r a t e  t o  
b e  l o w  o r  l o w  r a t i n g  o f  t h e  i n d u s t r y / o r g a n i z a t i o n  i n  t e r m s  o f  l a c k  o f  f u t u r e  p r o s p e c t  
t h e y  a r e  l i k e l y  t o  a c h i e v e  f o r  w o r k i n g  f o r  t h e  o r g a n i z a t i o n ,  e m p l o y e e s  a r e  m o r e  l i k e l y  
t o  l e a v e  t h e i r  o r g a n i z a t i o n  a n d  s e e k  e m p l o y m e n t  e l s e w h e r e .  W h a t  t h e  a b o v e  i m p l i e s  
i s  t h a t  s t a f f  a r e  m o r e  l i k e l y  t o  r e m a i n  i n  t h e  e m p l o y m e n t  o f  a n  o r g a n i z a t i o n  w h e n  
t h e y  p e r c e i v e  t h a t  s t a f f  r e t e n t i o n  s t r a t e g i e s  a s  p u t  i n  p l a c e  b y  t h e  o r g a n i z a t i o n  
w o u l d  b e  b e n e f i c i a l  t o  t h e m  i n  t e r m s  o f  p r e s e n t  o r  f u t u r e  p r o s p e c t  a n d  t h e  e n h a n c e d  
i m a g e  o f  t h e  o r g a n i z a t i o n  t h e y  w o r k  f o r .  
O r g a n i z a t i o n a l  S t r a t e g i e s  f o r  S t a f f  R e t e n t i o n  
A n s o f f  ( 1 9 8 4 )  r e f e r s  t o  s t r a t e g y  a s  a  s e t  o f  d e c i s i o n - m a k i n g  b e h a v i o u r  i n  a n  
o r g a n i z a t i o n  f o r  t h e  p u r p o s e  o f  a c h i e v i n g  a  p r e - d e t e r m i n e d  o b j e c t i v e .  A c c o r d i n g  t o  
T h o m p s o n ,  G a m b l e  a n d  S t r i c k l a n d  ( 2 0 0 4  ) ,  s t r a t e g y  i s  a  g a m e  p l a n  w h i c h  m a n a g e m e n t  
o f  a n  o r g a n i z a t i o n  a d o p t s  t o  s t a k e  o u t  m a r k e t  p o s i t i o n ,  a t t r a c t  c o m p e t e n t  e m p l o y e e s  
a n d  p l e a s e  c u s t o m e r s ,  c o m p e t e  s u c c e s s f u l l y ,  c o n d u c t  o p e r a t i o n s  a n d  a c h i e v e  
o r g a n i z a t i o n a l  g o a l s .  F r o m  t h e  f o r e g o i n g ,  s t r a t e g y  c o u l d  b e  r e f e r r e d  t o  a s  a  m e a n s  
b y  w h i c h  a  p a r t i c u l a r  g o a l  o f  a n  i n d i v i d u a l  o r  o r g a n i z a t i o n  i s  a t t a i n e d .  W h a t  t h e  
a b o v e  i m p l i e s  i s  t h a t  f o r  a n y  o r g a n i z a t i o n  t o  a c h i e v e  i t s  g o a l s  t h e r e  i s  t h e  n e e d  t o  
d e v i s e  c e r t a i n  s t r a t e g i e s  t o  f a c i l i t a t e  i t .  O r g a n i z a t i o n s  p u t  i n  p l a c e  s t r a t e g i e s  t o  
a c h i e v e  t h e i r  g o a l s  i n c l u d i n g  t h e  o n e  i n v o l v i n g  s t a f f  r e t e n t i o n .  S t a f f  r e t e n t i o n  
s t r a t e g i e s  t h e r e f o r e  a r e  m e a n s ,  p l a n  o r  s e t  o f  d e c i s i o n - m a k i n g  b e h a v i o u r  p u t  i n  
p l a c e  b y  o r g a n i z a t i o n s  t o  r e t a i n  t h e i r  c o m p e t e n t  w o r k f o r c e  f o r  e n h a n c e d  p e r f o r m a n c e .  
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Participative Decision Making Strategy and Organizational Perlonnance 
Riordan, Vandenberg and Richardson (2005), refer to participative decision making 
as the perception among staff that they have control or say in decision that affect 
their work. Iyayi (2002), observes that workers are more willing to support the 
decisions they are involved in making than the one imposed on them by management 
without their input. A study by Jike (2003) shows that Workers are more likely to be 
motivated to contribute towards the attainment of organizational goals where they 
are accepted by management to pa1 ticipate in decision making than when they are 
not involved in decision making in the organization. This implies that the decision 
of an organization not to involve staff in decision making on issues affecting them 
is likely to de-motivate staff for performance. Therefore, there is a relationship 
between participative decision making strategy and organizational performance. 
Rewards Strategy and Organizational Perlonnance 
Studies have shown that appropriate reward system is one of the strategies 
organizations adopts to retain staff in their employment. It helps to motivate and 
retain competent staff for performance (Okoh, 1998; Gomez-Mejia and Balkin, 1992). 
However, Heneman and Judge (2003) argue that for rewards to serve as strategy for 
staff retention, the following must be present: 
l. Rewards must be meaningful: Organizations must provide rewards that are 
large and unique such that the difference could be noticeable for it to motivate 
staff for performance. Any reward that is not meaningful in terms of volume 
and attraction is not likely to motivate staff and retain them in the employment 
of an organization. 
2 Organizations must keep to the rewards promised its employees: If 
employees must be motivated by rewards, the organization itself must keep 
to the rewards it promised. Failure to do so will create crisis of confidence 
between the employees and the organization in terms of its inability to make 
them believe in whatever it says in the future. Once workers realize that 
whatever the organization says is different from what it actually carries out, 
the tendency is for them to want to look elsewhere for another employment. 
3. Organization's rewards must be fair and just: Once employees of an 
organization recognize that the rewards put in place by the organization is fair 
and just, the tendency is for them to want to work hard to earn the rewards. If 
on the other hand the staff observes that the organization's reward system is 
not fair and just, discouragement may set in, and could even lead to sudden 
resignation of some from the employment of the organization. 
Heneman and Judge (2003), further argue that for organization to retain its employees 
for enhanced performance, it must match its reward system to employees' 
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p r e f e r e n c e s .  T h e  m a t c h  b e t w e e n  r e w a r d s  d e s i r e t !  b y  e m p l o y e e s  a n d  o f f e r e d  b y  t h e  
o r g a n i z a t i o n  i s  w h a t  l e a d s  t o  j o b  s a t i s f a c t i o n  A n d  j o b  s a t i s f a c t i o n  i n  t u r n s  
g u a r a n t e e s  e m p l o y e e  r e t e n t i o n  f o r  o r g a n i z a t i o n a l  p t : .  f o r m a n c e .  T h e  a b o v e  i m p l i e s  
t h a t  t h e r e  i s  a  r e l a t i o n s h i p  b e t w e e n  r e w a r d s  a s  e m p l o y e e  r e t e n t i o n  s t r a t e g y  a n d  
o r g a n i z a t i o n a l  p e r f o r m a n c e .  
T h e o r e t i c a l  F r a m e w o r k  
T h i s  s t u d y  a d o p t s  t h e  d e c i s i o n  m a k i n g  a n d  e q u i t y  t h e o t t e s  K1~ i t s  a n a l y t i c a l  f r a m e w o r k .  
D e c i s i o n  m a k i n g  t h e o r y  f i n d s  i t s  e a r l y  manilest~ltion i n  t h e  w o r k s  o f  S i m o n  ( 1 9 4 5 ;  
1 9 6 0 ) ;  W e b e r  (  1 9 4 7 ) ;  ~intzberg ( 1 9 7 3 ) ;  I y a y i  ( . : ' 0 0 : ? . ) .  ~1illerI H i c k s o n  a n d  W i l s o n  
( 2 0 0 3  ) .  T h e  e q u i t y  t h e o r y  o n  t h e  o t h e r  h a n d  i s  a ' s '  ' c i a  t e d  v .  i t h  t h e  w o r k s  o f  A d a m s  
(  1 9 6 3 ) ;  M o w d a y  (  1 9 9 1  ) ;  D o n o v a n  ( 2 0 0  I ) ;  W a d e  a n d  S c h n e b e r g e r  ( 2 0 0 6 ) .  
O n e  o f  t h e  m a j o r  a s s u m p t i o n s  o f  d e c i s i o n  m a k i n g  i . 1  a n  o r g a n i z a t i o n  a c c o r d i n g  t o  
t h e s e  s c h o l a r s  i s  t h a t  o r g a n i z a t i o n a l  d e c i s i o n s  a r e  r a t i o n a l ,  a n d  t h a t  t h e s e  r a t i o n a l  
d e c i s i o n s  a r e  n e c e s s a r y  t o  f a c i l i t a t e  t h e  s m o o t h  r u n n i n g  o f  o r g a n i z a t i o n s  i n  t h e i r  
q u e s t  t o  a c h i e v e  e n h a n c e d  p e t f o r m a n c e  E~iller e t  a l ,  ~MMP ) .  A n o t h e r  m a j o r  a s s u m p t i o n  
i s  t h a t  t h e  w h o l e  c o n c e p t  a n d  p u r p o s e  o f  o r g a n i L a t i o n s  r e v o l v e  a r o u n d  d e c i s i o n -
m a k i n g  ( T o n w e ,  1 9 9 4 ) .  T h i s  i m p l i e s  t h a t  d e c i s i o n  m a k i n g  i s  a t  t h e  v e r y  h e a r t  o f  
b u s i n e s s  s u c c e s s  o f  a n y  o r g a n i z a t i o n .  F u r t h e r m o r e ,  i t  i m p l i e s  t h a t  t h e  s u c c e s s  a n d  
f a i l u r e  o f  a n y  o r g a n i z a t i o n  a t  a n y  p o i n t  i n  t i m e  i s  c o n s i d e r e d  t o  b e  a  f u n c t i o n  o f  t h e  
d e c i s i o n s  t a k e n  b y  t h e  m a n a g e m e n t  t e a m  a s  i t  affect ~ a  p a r t i c u l a r  o r  w h o l e  a s p e c t  o f  
t h a t  o r g a n i z a t i o n  ( G b e r e v b i e ,  2 0 0 8 ) .  
O n  t h e  o t h e r  h a n d ,  e q u i t y  t h e o r y  f o c u s e s  u p o n  a  p e r s o n ' s  p e r c e p t i o n s  o f  f a i r n e s s  
w i t h  r e s p e c t  t o  a  r e l a t i o n s h i p .  I t  d e s c r i b e s  t h e  r e l a t i o n s h i p  b e t w e e n  h o w  f a i r l y  a n  
e m p l o y e e  p e r c e i v e s  t h e  w a y  h e / s h e  i s  t r e a t e d  a n d  h o w  h a r d  t h e y  a r e  m o t i v a t e d  t o  
w o r k  f o r  t h e  r e a l i z a t i o n  o f  o r g a n i z a t i o n a l  g o a l s  ( W a d e  a n d  S c h n e b e r g e r ,  2 0 0 6 ) .  T h e  
m a i n  a r g u m e n t  o f  e q u i t y  t h e o r y  i s  t h a t  w o r k e r s  t n  a n  a t t e m p t  t o  b a l a n c e  t h e  e f f o r t  
t h e y  p u t  i n t o  t h e i r  j o b s  a n d  w h a t  t h e y  g e t  f r o m  i t  m  t e r m s  i n c e n t i v e s  m a k e s  t h e m  t o  
u n c o n s c i o u s l y  a s s i g n  v a l u e s  t o  t h e i r  c o m r i b u t i t l i b  f o r  t h e  o v e r a l l  g o a l s  o f  t h e  
o r g a n i z a t i o n .  I t  i s  t h e  i n d i v i d u a l  e m p l o y e e  p e r c e p t i o n  o f  f a i r n e s s  i n  r e w a r d s  t h a t  
d e t e r m i n e s  t o  a  g r e a t e r  e x t e n t  a s  t o  w h e t h e r  h e / : , h e  v .  i l l  r e m a i n  i n  t h e  e m p l o y m e n t  o f  
t h e  o r g a n i z a t i o n  o r  n o t .  
H o w e v e r ,  t h e  m a j o r  c r i t i c i s m  o f  d e c i s i o n  m a k i n g  t h e o r y  i s  b a s i c a l l y  o n  t h e  a r g u m e n t  
o f  s o m e  s c h o l a r s  t h a t  t h e  a s s u m p t i o n s  o f  r a t i o n a l i t y  i n  h u m a n  b e h a v i o u r  a s  t h i s  
r e l a t e s  w i t h  d e c i s i o n  m a k i n g  a r e  h i g h l y  c o n t e n t i o u s .  H u m a n  b e i n g s  i n c l u d i n g  
a d m i n i s t r a t o r s  a n d  m a n a g e m e n t  t e a m  t a k e  d e c i s i o n s  o n  t h e i r  s u b j e c t i v e  v i e w s  o f  a  
p a r t i c u l a r  p r o b l e m .  A n o t h e r  w e a k n e s s  o f  t h e  t h e o r y  i s  t h e  f a c t  t h a t  i t  i s  a l m o s t  
i m p o s s i b l e  t o  i d e n t i f y  a n d  e v a l u a t e  a l l  p o s s i b l e  a l t e r n a t i v e s  o p e n  f o r  a  p a r t i c u l a r  
a c t i o n  b e f o r e  d e c i s i o n s  a r e  t a k e n .  F u r t h e r m o r e .  t i m e  a n d  r e s o u r c e s  m a y  b e  a  
1 2 0  
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constraint in identifying and evaluating all possible options for decisions (Ton we, 
1994; Simon, 1960 and 1945). While the major criticism of equity theory is based on 
the fact that it could not account for different variables like environmental, 
educational qualifications, skills and experience that could affect individual 's 
relationship with others in terms of equity and fairness in rewards. Despite the 
weaknesses of decision making and equity theories in the study of organizational 
behaviour as identified above, it is worthy to state that the decision making and 
equity theories are adopted for this study because they identified the importance of 
decisions and the need for organizations to adopt equitable staff retention strategies 
as basis for organizational performance. Also, the theories serve as catalysts in the 
desire of organizations to realize their goals of enhanced performance in the area of 
who to employ and how to retain them through equitable staff retention strategies 
for performance. 
Research Methodology 
Sample Size and Sampling Technique 
The study is based on a sample size of 120 respondents. The study adopted the 
systematic random sam piing technique. The justification for this technique is based 
on the fact that it enables every subject in the sampling frame to have equal 
opportunity to be selected without bias in a systematic manner (Ogbeide, 1997). 
The sampling frame of the study was drawn from the staff list of215 in the Nigerian 
Breweries Pic Abebe Village location, Iganmu- Lagos. The Abe be Village factory 
of the Nigerian Breweries Pic was selected for this study because it is the 
headquarters of the organization nationwide. 
Techniques for Data Collection 
In this study five-point Likert-style rating scale method of questionnaire is employed 
to obtain information from respondents . The Likert-style rating method of 
questionnaire design enables researchers to ask respondents on how strongly 
they agree or disagree with a statement or series of statements on a five point scale, 
e.g. 5-Strongly Agree, 4- Agree, 3- Undecided, 2- Disagree, I -Strongly Disagree. 
In addition, data for the study were obtained through structured interview with 
staff of Nigerian Breweries Pic is carried out with a view to eliciting information on 
benefits of staff retention strategies as it affects organizational performance. A 
total of 30 staff from the Department of Human Resource Management made-up of 
I 0 senior and 20 intermediate staff were interviewed on the subject. The results of 
the interview formed part of the basis for this study. Four structured questions were 
used as interview guide. The questions asked the respondents are: (I) what are 
staff retention strategies in organizations? (2) What are the benefits of staff retention 
strategies to employees and the organization? ( 3) What are the effects of frequent 
labour turnover on organizational performance? (4) What are the measures put 
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i n  p l a c e  b y  y o u r  o r g a n i z a t i o n  t o  p r e v e n t  f r e q u e n t  l a b o u r  t u r n o v e r  a n d  b r i n g  
a b o u t  j o b  s a t i s f a c t i o n  a m o n g s t  s t a f f ?  F u r t h e r m o r e ,  t h e  s t u d y  a d o p t e d  s e c o n d a r y  
d a t a  o b t a i n e d  f r o m  r e l e v a n t  j o u r n a l s ,  b o o k s ,  c o m p a n y  r e c o r d s  a n d  t h e  i n t e r n e t  f o r  
t h e  s e c t i o n  o f  l i t e r a t u r e  r e v i e w  a n d  o r g a n i z a t i o n a l  p e r f o r m a n c e .  
R e t u r n  R a t e  o f  Q u e s t i o n n a i r e s  
O u t  o f  t h e  1 2 0  c o p i e s  o f  q u e s t i o n n a i r e  a d m i n i s t e r e d  t o  r e s p o n d e n t s  a t  N i g e r i a n  
B r e w e r i e s  P i c  A b e b e  V i l l a g e  f a c t o r y ,  I g a n m u - L a g o s ,  I  0 5  w e r e  r e c e i v e d ,  w h i c h  
r e p r e s e n t s  8 7 . 5  p e r c e n t  o f  t h e  t o t a l  q u e s t i o n n a i r e  a d m i n i s t e r e d .  H o w e v e r ,  o u t  o f  
t h e  I  0 5  q u e s t i o n n a i r e s  r e t u r n e d ,  t h r e e  o r  2 . 8 5  p e r c e n t  w e r e  n o t  a n a l y z e d  d u e  t o  
i m p r o p e r  c o m p l e t i o n .  C o n s e q u e n t l y ,  d a t a  a n a l y s i s  o f  t h i s  s t u d y  i s  b a s e d  o n  I  0 2  o r  
8 5  p e r c e n t  o f  t h e  t o t a l  a d m i n i s t e r e d  q u e s t i o n n a i r e .  
D a t a  P r e s e n t a t i o n  
T a b l e  I :  S a m p l e  c h a r a c t e r i s t i c s  o f  r e s p o n d e n t s .  
G e n d e r  
E d u c a t i o n  
A n n u a l  I n c o m e  
Y e a r s  o f  S e r v i c e  
J o b  S t a t u s  
S o u r c e :  F i e l d w o r k  ( 2 0 0 6 )  
S a m p l e  C h a r a c t e r i s t i c s  ( P e r c e n t a g e )  
6 8 %  r e s p o n d e n t s  a r e  m a l e  
3 1 . 3 7 %  r e s p o n d e n t s  a r e  f e m a l e  
2 3 . 5 3 %  r e s p o n d e n t s  h a d  W A S C / O N D / N C E  
6 5 . 6 9 %  r e s p o n d e n t s  h a d  H N D / B . S c  D e g r e e s  
8 . 8 2 %  r e s p o n d e n t s  h a d  M a s t e r s  D e g r e e .  
1 . 9 6 %  r e s p o n d e n t s  h a d  p r o f e s s i o n a l  c e r t i f i c a t e  
1 5 %  r e s p o n d e n t s  e a r n e d  b e t w e e n  N 5 0 0 , 0 0 0  a n d  b e l o w  p e r  a n n u m .  
8 5 %  r e s p o n d e n t s  e a r n e d  b e t w e e n  N 5 0 1  , 0 0 0  a n d  a b o v e  p e r  a n n u m .  
2 1 . 5 7 %  r e s p o n d e n t s  s e r v e d  b e t w e e n  0 - 1 0  y e a r s .  
5 2 . 9 4 %  r e s p o n d e n t s  s e r v e d  b e t w e e n  1 1 - 2 0 y e a r s  
2 5 . 4 9 %  r e s p o n d e n t s  s e r v e d  b e t w e e n  2 1  y e a r s - a b o v e .  
7 0 . 5 9 %  r e s p o n d e n t s  a r e  s e n i o r  s t a f f .  
2 9 . 4 1 %  r e s p o n d e n t s  a r e  j u n i o r  s t a f f .  
T h e  t a b l e  a b o v e  s h o w s  t h a t  6 8 . 6 3  p e r c e n t  o f  r e s p o n d e n t s  w e r e  m a l e ,  w h i l e  3 1 . 3 7  
p e r c e n t  w e r e  f e m a l e .  T h e  r e a s o n  f o r  t h e  l a r g e  n u m b e r  o f  m a l e  i n  t h i s  s t u d y  i s  b a s e d  
o n  t h e  f a c t  t h a t  t h e  o r g a n i z a t i o n  i s  m a l e  d o m i n a t e d  b e c a u s e  i t  i s  a  m a n u f a c t u r i n g  
e s t a b l i s h m e n t .  O n  t h e  o t h e r  h a n d ,  2 1 . 5 7  p e r c e n t  o f  r e s p o n d e n t s  w e r e  t h o s e  w h o  
s e r v e d  t h e  o r g a n i z a t i o n  b e t w e e n  I  0  y e a r s  a n d  b e l o w ,  5 2 . 9 4  p e r c e n t  s e r v e d  b e t w e e n  
1 1  a n d . 2 0  y e a r s ,  w h i l e  2 5 . 4 9  p e r c e n t  s e r v e d  f o r  2 1  y e a r s  a n d  a b o v e .  A l s o  t h e  t a b l e  
i n d i c a t e s  t h a t  2 3 . 5 3  p e r c e n t  o f  r e s p o n d e n t s  w e r e  W A S C / O N D / N C E  h o l d e r s ,  6 5 . 6 9  
p e r c e n t  w e r e  H N D / B . S c  D e g r e e  h o l d e r s ,  a n d  8 . 8 2  p e r c e n t  w e r e  M a s t e r s  D e g r e e  
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holders, while I .96 percent of respondents were holders of other professional 
certificates. This shows that most of the respondents in this study were highly 
educated. Furthermore, the table shows that 70.59 percent of respondents were 
senior staff. while 29.4 I percent of the respondents were junior staff. This indicates 
that more of the respondents in this study were senior staff. In addition, 15 percent 
of the respondents earned between N500,000 and below per annum, while 85 percent 
of the respondents earned between N50 I ,000 and above per annum . This indicates 
that more of the respondents earn higher income per annum 
Instrument for Data Analysis 
The Chi-square (x2) analytical technique is used to test for significant relationship 
between variables. Chi-square (x2) 
Where f o =observed frequencies 
f e = expected frequencies 
Staff Retention Strategies in Nigerian Breweries Pic 
This section looks at staff retention strategies in Nigerian Breweries Pic to the 
workforce and the organization. To get the views of staff on the issue, the following 
questions were put forward to them: what are staff retention strategies in 
organizations? Eighty percent of those interviewed identified the following as 
staff retention strategies: maternity leave with full pay and allowance for female 
staff; housing and car loan facilities for staff; provision of free meal at work and 
staff buses; good salary structure; quality medical attention free of charge to staff 
and their family members; outstanding performance awards to staff; outstation 
allowance; annual increment of salaries based on performance appraisal; provision 
of free drinks to staff on a monthly basis; profit sharing; provision of children 
education scholarship scheme to staff wards; health insurance scheme; and long 
service awards. On the benefits of staff retention strategies to employees and the 
organization, 90 percent of those interviewed identified competent employee 
retention, job satisfaction amongst staff, highly motivated workforce and enhanced 
organizational performance as benefits for proper implementation of staff retention 
strategies to both staff and the organization (Interview, 2006). 
In reaction to the question on those interviewed about the measures put in place 
by Nigerian Breweries Pic to prevent frequent Labour turnover and bring about 
job satisfaction amongst staff, 82 percent of respondents listed the following as 
measures put in place to prevent frequent staff turnover to include: proper working 
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e n v i r o n m e n t  a n d  g o o d  c o n d i t i o n  o f  s e r v i c e ;  c o n s t a n t  a p p r e c i a t i o n  o f  s t a f f  f o r  a  j o b  
w e l l  d o n e  i n  f o r m  o f  i n c e n t i v e s ;  p r o m p t  p a y m e n t  o f  g r a t u i t y  a n d  p e n s i o n  t o  
d i s e n g a g e d  s t a f f ;  c o n f i r m a t i o n  o f  s t a f f  a p p o i n t m e n t  i n  o n e  y e a r  a f t e r  s u c c e s s f u l  
c o n f i r m a t i o n  i n t e r v i e w ;  e n c o u r a g e m e n t  o f  s t a f f  u n i o n i s m ;  a n d  p r o m p t  f u l f i l l m e n t  o f  
p r o m i s e s  t o  s t a f f  b y  m a n a g e m e n t  ( I n t e r v i e w ,  2 0 0 6 ) .  
S t a f f  R e m u n e r a t i o n  i n  N i g e r i a n  B r e w e r i e s  P i c .  ( 2 0 0 4  &  2 0 0 5 )  
T a b l e  I I :  S a l a r y  R a n g e  ( p e r  a n n u m )  ( E x c l u d i n g  D i r e c t o r s )  i n  N i g e r i a n  
B r e w e r i e s  P i c .  ( 2 0 0 4  a n d  2 0 0 5 )  
S i n .  
S a l a r y  R a n g e  ( N )  
2 0 0 5  ( N u m b e r )  2 0 0 4  ( N u m b e r )  
I .  2 4 0 , 0 0  I  - 2 5 0 , 0 0 0  4 2  
1 8 9  
2  
2 5 0 , 0 0  I  - 2 6 0 , 0 0 0  2  4 1  
3 .  
2 6 0 , 0 0  I  - 2 7 0 , 0 0 0  1 8  8  
4 .  
2 7 0 , 0 0  I  - 2 8 0 , 0 0 0  
8  
4  
5 .  2 8 0 , 0 0  I  - 2 9 0 , 0 0 0  3  2 2  
6 .  
2 9 0 , 0 0 1  - 3 0 0 , 0 0 0  4 5  
9 8  
7 .  
3 0 0 , 0 0  I  - 3 1 0 , 0 0 0  
4 8  
1 0  
8 .  
3 1 0 , 0 0 1 - 3 2 0 , 0 0 0  
1 7  
1 7  
9 .  
3 2 0 , 0 0  I  - 3 3 0 , 0 0 0  
3 6  
2 1  
1 0 .  
3 3 0 , 0 0 1 - 3 4 0 , 0 0 0  
7  1 0  
I I .  
3 4 0 , 0 0  I  - 3 5 0 , 0 0 0  
1 3  2 6  
1 2 .  
3 5 0 , 0 0 1  - 3 6 0 , 0 0 0  1 7  1 4 3  
1 3 .  
3 6 0 , 0 0 1 - 3 7 0 , 0 0 0  
1 0 3  
7 4  
1 4 .  
3 7 0 , 0 0 1 - 3 8 0 , 0 0 0  
5 1  f f i  
1 5 .  
3 8 0 , 0 0 1 - 3 9 0 , 0 0 0  4 6  
1 2 2 .  
1 6 .  
3 9 0 , 0 0 1 - 4 0 0 , 0 0 0  
3 8  
8 6  
1 7 .  
4 0 0 , 0 0 1 - 4 1 0 , 0 0 0  4 6  8 8  
1 8 .  
4 1 0 , 0 0 1 - 4 2 0 , 0 0 0  
3 4  
1 2 8  
1 9 .  
4 2 0 , 0 0 1 - 4 3 0 , 0 0 0  5 2  1 0 2  
2 0 .  
4 3 0 , 0 0 1 - 4 4 0 , 0 0 0  %  
%  
2 1 .  
4 4 0 , 0 0 1 - 4 5 0 , 0 0 0  4 6  
%  
2 2 .  
4 5 0 , 0 0 1 - 4 6 0 , 0 0 0  
~ 
7 4  
2 3 .  
4 6 0 , 0 0  I  - 4 7 0 , 0 0 0  5 0  
5 1  
2 4 .  
4 7 0 , 0 0 1 - 4 8 0 , 0 0 0  4 0  r o  
2 5 .  
4 8 0 , 0 0 1 - 4 9 0 , 0 0 0  4 5  5 3  
2 6 .  
4 9 0 , 0 0 1 - 5 0 0 , 0 0 0  3 2  7 2  
2 7 .  
5 0 0 , 0 0 1  - 5 5 0 , 0 0 0  1 7 7  
1 6 8  
2 8 .  
5 5 0 , 0 0  I  - 6 0 0 , 0 0 0  1 0 8  1 4 6  
2 9 .  
6 0 0 , 0 0 1 - 6 5 0 , 0 0 0  
9 4 -
1 3 0  
3 0 .  
6 5 0 , 0 0  I  - 7 0 0 , 0 0 0  1 5 9  
3 4  
1 2 4  
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Sin. Salary Range E~F 2005 ED~umberF 2004 (Number) 
31. 700,001 - 750JXXl 26 'J) 
32. 750,00 I - 800JXXl 15 34 
33. 800,001 -850.000 25 34 
34. 850,00 I - 90<l.CXXI 25 31 
35. 900,00 I - 950.000 2'i 26 
36. 950,00 I -- I.(XlOJXXl 18 17 
37. I ,000.00 I - l.<l50,000 14 10 
38. 1.050,CXl I - I , I CXHXXl 9 4 
39. 1.1 OO,(X) I - 1.200.000 5 I 
40. I ,200.00 I - I j(X)JXXJ 47 89 
41. I ,500,00 I - 2JXXHXXl 57 31 
42. 2,000,00 I - 3,{X)0.(XX) 78 117 
43. 3,000,001-4J)(l().000 68 71 
44. 4,000,CXll - 6,lXXl.OCXl 43 41 
45. 6,000,00 I - 8,000,CXlO 6 7 
46. 8,000,001-IO.(XX/,000 10 9 
47. I 0,000.00 I and above 5 4 
Total Staff 2,039 2,781 
Source: NBFRA (2005) 
Table II above shows the ranges of amount of monthly salaries Nigerian Breweries 
Pic. paid to its staff excluding directors . The table shows that the least paid category 
of workers - cleaners and messengers, 42 of them in 2005 and 189 of them in 2004, 
received maximum amount ofN20.833.33 per month. The highest paid category of 
staff from the table - senior and management staff, 21 of them in 2005 and 20ofthem 
in 2004 received N833,333 .33 and above per month (!\TBFRA, 2005). 
Organizational Performance- . 'igerian Breweries Pic 
In order to enhance its perf01 mance in terms of higher dividends to its shareholders, 
and retain motivated workforce fo r performance (benefits of staff retention 
strategies), Kigerian Breweries Pic put in place such rewards as good salary structure; 
quality medical attention free of charge to staff and their family members; outstanding 
performance awards to staff: outstation allowance; annual increment of salaries 
based on performance appraisal. proper working environment and good condition 
of service; constant apprecwtion of staff for a job well done in form of incentives; 
prompt payment of gratuity :J ncl pension to disengaged staff; confirmation of staff 
appointment in one year after •mccessful confirmation interview; encouragement of 
staff unionism: and prompt fulfillment of promises to staff by management. These 
strategies made it possible for the company to have competent workforce in its 
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e m p l o y m e n t ,  w h i c h  r e s u l t e d  i n t o  e n h a n c e d  o r g a n i z a t i o n a l  p e r f o r m a n c e  i n  f o r m  o f  
h i g h e r  d i v i d e n d s  o f  I  0 5  k o b o  p e r  s h a r e  t o  i t s  s h a r e h o l d e r s  i n  2 0 0 5  f i n a n c i a l  y e a r  
( N B F R A ,  2 0 0 5 ;  I n t e r v i e w ,  2 0 0 6 ) .  
T h e  c o m p a n y  h a s  c o n s i s t e n t l y  e n j o y e d  i n c r e a s e s  i n  i t s  p r o f i t  a f t e r  t a x  i n  t h e  p a s t  
y e a r s  r e s u l t i n g  f r o m  t h e  c o m p e t e n t  w o r k f o r c e  i n  i t s  e m p l o y m e n t .  F o r  i n s t a n c e ,  
w h i l e  t h e  p r o f i t  a f t e r  t a x  o f  t h e  c o m p a n y  s t o o d  a t N I . 3 6 9  b i l l i o n  i n  1 9 9 4 ,  i t  r o s e  t o  a l l  
t i m e  h i g h  o f N 8 . 2  b i l l i o n  i n  2 0 0 5 .  A n d  i n  2 0 0 4 ,  t h e  c o m p a n y  p a i d  a  t o t a l  s u m  o f N 4 . 0 6  
b i l l i o n  a s  c o m p a n y  t a x  t o  t h e  g o v e r n m e n t ,  a n d  t h e  a m o u n t  r o s e  t o  N 4 . 6  b i l l i o n  i n  
2 0 0 5 .  N o  d o u b t  t h i s  i s  a n  i n d i c a t i o n  o f  e n h a n c e d  p e r f o r m a n c e  o f  N i g e r i a n  B r e w e r i e s  
P i c .  ( N B F R A ,  2 0 0 5 ) .  T h e  p e r f o r m a n c e  o f  N i g e r i a n  B r e w e r i e s  P i c .  b e t w e e n  2 0 0  I  a n d  
2 0 0 5  i s  p r e s e n t e d  i n  t a b l e  I I I - V  b e l o w :  
T a b l e  I I I :  N i g e r i a n  B r e w e r i e s  P i c - O r g a n i z a t i o n a l  P e r f o r m a n c e  
O r g a n i z a t i o n a l  P e r f o r m a n c e  
Y e a r  P r o f i t  
P e r c e n t a g e  T a x a t i o n  P e r c e n t a g e  P r o f i t  A f t e r  P e r c e n t a g e  
B e f o r e  I m p r o v e m e n t ( % )  ( N  ' 0 0 0 )  
I m p r o v e m e n t  T a x  ( N  ' 0 0 0 )  I m p r o v e m e n t  
T a x ( N  ' 0 0 0 )  
( % )  ( % )  
2 0 0 1  
7 , 4 8 9 , 3 5 1  
2 , 9 5 4 , 3 0 7  4 , 5 3 5 , 0 4 4  
2 0 0 2  
1 0 , 3 8 2 , 4 2 9  
3 8 . 6  3 , 0 8 5 , 9 8 3  4 . 4 5  7 , 2 9 6 , 4 4 6  6 1  
2 0 0 3  
1 0 , 9 9 2 , 0 3 7  
5 . 8 7  
3 , 6 3 9 , 7 5 0  
1 8  7 , 3 5 2 , 2 8 7  o . n  
2 0 0 4  
9 , 1 4 8 , 1 3 8  ( 1 6 . n )  4 , 0 6 1 , 7 3 5  
1 1 . 6  
5 , 0 8 6 , 4 0 3  ( 3 0 . 8 )  
2 0 0 5  1 2 , 8 9 7 , 7 4 6  4 0 . 9 8  4 , 6 4 3 , 1 8 9  1 4 . 3  8 , 2 5 4 , 5 5 7  6 9 . 3  
S o u r c e :  N B F R A  ( 2 0 0 5 )  
N i g e r i a n  B r e w e r i e s  P i c  c o u l d  b e  s a i d  t o  h a v e  e x p e r i e n c e d  e n h a n c e d  p e r f o r m a n c e  i n  
i t s  o p e r a t i o n s  b e t w e e n  t h e  y e a r  2 0 0 1  a n d  2 0 0 5 .  T h i s  p o s i t i o n  c o u l d  b e  s u p p o r t e d  
b a s e d  o n  t h e  f a c t  t h a t  t h e  c o m p a n y ' s  t u r n o v e r  t h a t  w a s  a t  N 3 9 . 0 9  b i l l i o n  i n  2 0 0 1 ,  
r o s e  t o  ~UMKOP b i l l i o n  i n  2 0 0 5 .  T h e  c o m p a n y ' s  o p e r a t i n g  p r o f i t  t h a t  w a s  a t  N  I  0 . 0 3  
b i l l i o n  i n  2 0 0 1 ,  r o s e  t o  N l 5 . 4 5  b i l l i o n  i n  2 0 0 5 .  T h e  c o m p a n y ' s  g r o s s  p r o f i t  t h a t  w a s  
a t  ~TK4U b i l l i o n  i n  2 0 0  I ,  r o s e  t o  ~1OK U9 b i l l i o n  i n  2 0 0 5 .  T h e  c o m p a n y ' s  n e t  o r  a f t e r  t a x  
t h a t  w a s N 4 . 5 3  b i l l i o n  i n  2 0 0 1 ,  r o s e  t o N 8 . 2 5  b i l l i o n  i n  2 0 0 5 .  T h e  c o m p a n y ' s  m a r k e t  
c a p i t a l i z a t i o n  t h a t  w a s  a t N 6 6  b i l l i o n  i n 2 0 0 1 ,  r o s e  t o N 2 9 3  b i l l i o n  i n  2 0 0 5 .  F i n a l l y ,  t h e  
c o m p a n y ' s  t o t a l  d i v i d e n d  e a r n i n g s  t o  i t s  s h a r e h o l d e r s  t h a t  w a s  a t  N 4 . 2 5  b i l l i o n  i n  
2 0 0 1 ,  r o s e  t o  ~TK94 b i l l i o n  i n  2 0 0 5  ( N B F R A ,  2 0 0 5 ) .  T h e  p e r f o r m a n c e  o f  t h e  
o r g a n i z a t i o n  c o u l d  b e  a t t r i b u t e d  t o  t h e  a v a i l a b i l i t y  o f  c o m p e t e n t  w o r k f o r c e  a r i s i n g  
f r o m  t h e  i m p l e m e n t a t i o n  o f  s t a f f  r e t e n t i o n  s t r a t e g i e s  b y  N i g e r i a n  B r e w e r i e s  P i c .  T h e  
i n t e r v i e w s  w i t h  m e m b e r s  o f  s t a f f  a t t e s t  t o  t h i s  f a c t .  N i n e t y  p e r c e n t  o f  t h o s e  
1 2 6  
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O J  
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interviewed identified competent employee retention, job satisfaction amongst staff, 
highly motivated workforce and enhanced organizational performance as the benefits 
for proper implementation of staff retention strategies to both staff and the 
organization (Interview, 2006). Below are the pie charts showing in percentages, the 
total breakdown of Nigerian Breweries Pic's earnings for the year 2004- 2005. 
Pie Chart 1: Nigerian Breweries Pic's Earnings for 2005 
• Depreciation 
• Tax and Duties 
• Salaries and Benefits 
• Interest 
• Dividends 
• Ratained Earnings 
Source: NBFRA (2005) 
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P i e  C h a r t  I I :  N i g e r i a n  B r e w e r i e s  P i c ' s  E a r n i n g s  f o r  2 0 0 4  
. . .  
S o u r c e :  N B F R A  ( 2 0 0 5 )  
T a x  a n d  D u t i e s  
3 4 %  
•  D e p r e c i a t i o n  
•  T a x  a n d  D u t i e s  
S a l a r i e s  a n d  B e n e f i t s  
•  I n t e r e s t  
D i v i d e n d s  
R a t a i n e d  E a r n i n g s  
N i g e r i a n  B r e w e r i e s  P i c .  t o o k  w e l f a r e  o f  i t s  s t a f f  s e r i o u s l y  b e c a u s e  o f  i t s  r e a l i z a t i o n  
t h a t  w i t h o u t  t h e m ,  t h e  c o m p a n y  c o u l d  n o t  a c h i e v e  i t s  d e s i r e d  g o a l s  o f  e n h a n c e d  
p e r f o r m a n c e  i n  t e r m s  o f  h i g h e r  r e t u r n s  o n  i n v e s t m e n t  t o  i t s  s h a r e h o l d e r s  ( I n t e r v i e w ,  
2 0 0 6 ) .  A s  a  r e s u l t ,  t h e  c o m p a n y  s p e n t  t h e  s u m  o f  N  I  0 . 4 5 4  b i l l i o n  o r  2 6  p e r c e n t  o f  
c o m p a n y ' s  t o t a l  e a r n i n g s  o n  s a l a r i e s ,  w a g e s  a n d  b e n e f i t s  f o r  i t s  s t a f f  i n  2 0 0 5  a l o n e  
e x c l u d i n g  t h e  d i r e c t o r s  ( N B F R A ,  2 0 0 5 ) .  
T a b l e  I V :  P e r f o r m a n c e  o f  N i g e r i a n  B r e w e r i e s  P i c .  i n  t h e  
y e a r  2 0 0 4  a n d  2 0 0 5  a t  a  g l a n c e  
S / n o .  I t e m  2 0 0 5  ( N O O O  
l .  
2 .  
3 .  
4 .  
5 .  
6 .  
T u r n o v e r  
P r o f i t  b e f o r e  T a x a t i o n  
P r o f i t  a f t e r  T a x a t i o n  
D i v i d e n d s  
S h a r e  C a p i t a l  
S h a r e h o l d e r s '  F u n d s  
S o u r c e :  N B F R A  ( 2 0 0 5 ) .  
1 2 8  
8 0 , 2 3 5 , 3 6 1  
1 2 , 8 9 7 , 7 4 6  
8 , 2 5 4 , 5 5 7  
7 , 9 4 0 , 6 9 1  
3 , 7 8 1 , 2 8 2  
2 8 , 6 7 4 , 1 9 1  
7 3 , 5 9 4 , 1 3 4  
9 , 1 4 8 , 1 3 8  
5 , 0 8 6 , 4 0 3  
3 , 0 2 5 , 0 2 5  
3 , 7 8 1 , 2 8 2  
2 8 , 2 5 3 , 9 4 4  
A f i  
S !  
I .  
2 .  
3 .  
4 .  
5 .  
6 .  
S o u  
T a b  
3 1 "  
c o u  
i n  t  
p r o 1  
c o r r  
2 0 0  
H y J  
T w <  
t h e  
v i e '  
N i g  
H y J  
H o :  
r~ 
S o t  
African Journal for the Psychological Study of Social Issues Vol. l2 (1), 2009 
Table V: per 50 kobo Share Data for 2004 and 2005.. 
S/no. Item 2005 2004 
I. Market Capitalization 293 billion 324billion 
2. Earning per share 109 kobo 67 kobo 
3. Dividend per share 105 kobo 40kobo 
4. Net worth per share 379 kobo 374kobo 
5. Dividend cover (times) 1.04 1.68 
6. Stock Exchange Quotation 
31 December N38.80 N42.80 
Source: NBFRA (2005). 
Tables III, IV and V above show the performance of Nigerian Breweries Pic. up to 
31" December 2005 in a glance. From the tables, no doubt remarkable improvements 
could be noticed in the performance of the organization in 2005 over the past years 
in the area of dividends to shareholders, tax to government, company turnover, 
profit before and after tax, and net worth per share, and these are attributable to the 
competent workforce available to the organization to carry out its goals (NBFRA, 
2005; Interview, 2006). 
Hypotheses Testing 
Two hypotheses earlier stated in the work are tested to achieve the objectives of 
the study. The objective of the study is to find out the relationship between the 
views of respondents on benefits of staff retention strategies and performance in 
Nigerian Breweries Pic. 
Hypothesis One 
Ho: There is no significant relationship between the views of respondents on 
rewards and performance in Nigerian Breweries Pic. The table VI below shows 
the reaction of respondents to the question raised. 
Table VI: Chi-square test of association between the views of respondents on 
rewards, their job status and performance 
Reponses Senior Staff Junior Staff Total 
Strongly Agree 30 22 52 
Agree Xl 4 24 
Undecided 12 I 13 
Disagree 6 2 8 
Stron.g1y Disagree 4 1 5 
Total 72 30 102 
Source: Fieldwork (2006) 
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Q u e s t i o n :  S t a f f  r e w a r d s  ( r e t e n t i o n  s t r a t e g i e s )  a d o p t e d  b y  m y  o r g a n i z a t i o n  h a v e  
h e l p e d  t o  r e t a i n  c o m p e t e n t  w o r k f o r c e  f o r  e n h a n c e d  p e r f o r m a n c e .  
R e s e a r c h  D e c i s i o n  
C a l c u l a t e d  x
2
=  9 . 2 6  
C r i t i c a l  o r  t a b l e  x
2  
=  7 . 7 8  
D e g r e e  o f  f r e e d o m  (  c l / f )  =  4  
A l p h a  ( a ) =  0 . 0 5  p e r c e n t  
R e s e a r c h  R e s u l t :  C a l c u l a t e d  x
2  
o f 9 . 2 6  i s  g r e a t e r  t h a n  t h e  c r i t i c a l  o r  t a b l e  x
2  
o f 7 . 7 8  
a t  a l p h a  ( a )  l e v e l  o f  0 . 0 5  p e r c e n t .  T h i s  m e a n s  t h a t  d a t a  a r e  s t a t i s t i c a l l y  s i g n i f i c a n t .  
T h e  r e s u l t  i s  t o  r e j e c t  t h e  n u l l  h y p o t h e s i s  ( H o )  a n d  a c c e p t  t h e  r e s e a r c h  h y p o t h e s i s  
( H r . ) ,  w h i c h  s t a t e s  t h a t  t h e r e  i s  a  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  r e w a r d s  a n d  
p e r f o r m a n c e  i n  N i g e r i a n  B r e w e r i e s  P i c .  
I n t e r p r e t a t i o n :  D a t a  a r e  s t a t i s t i c a l l y  s i g n i f i c a n t  b e c a u s e  c a l c u l a t e d  ( x
2
)  o f  9 . 2 6  i s  
g r e a t e r  t h a n  c r i t i c a l  x
2  
o f 7 . 7 8  a t  a l p h a  ( a )  l e v e l  o f 0 . 0 5  p e r c e n t .  W h a t  i t  m e a n s  i s  t h a t  
t h e r e  i s  e n o u g h  e v i d e n c e  t o  p r o v e  t h a t  j o b  s t a t u s  o f  r e s p o n d e n t s  s i g n i f i c a n t l y  
a f f e c t e d  t h e i r  v i e w s  o n  r e w a r d s  a s  p r o v i d e d  b y  N i g e r i a n  B r e w e r i e s  P i c  a n d  i t s  
p e r f o r m a n c e .  T h i s  v i e w  c o u l d  b e  f u r t h e r  s u p p o r t e d  b y  t h e  f a c t  t h a t  o f  t h e  I  0 2  
r e s p o n d e n t s  s a m p l e d  i n  t h i s  s t u d y ,  5 0  o r  4 9 . 0  I  p e r c e n t  o f  t h e  s e n i o r  s t a f f  a n d  2 6  o r  
2 5 . 4 9  p e r c e n t  o f  t h e  j u n i o r  s t a f f  a g r e e  t h a t  r e w a r d s  a s  p r o v i d e d  b y  N i g e r i a n  B r e w e r i e s  
P i c  e n h a n c e d  i t s  p e r f o r m a n c e .  
H y p o t h e s i s  T w o  
H o :  T h e r e  i s  n o  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  t h e  v i e w s  o f  r e s p o n d e n t s  o n  
s t a f f  p a r t i c i p a t i o n  i n  d e c i s i o n  m a k i n g ,  f r e q u e n t  l a b o u r  t u r n o v e r  a n d  
p e r f o r m a n c e  i n  N i g e r i a n  B r e w e r i e s  P i c .  T h e  t a b l e  V I I  b e l o w  s h o w s  t h e  r e a c t i o n  
o f  r e s p o n d e n t s  t o  t h e  q u e s t i o n  r a i s e d .  
T a b l e  V I I :  C h i - s q u a r e  t e s t  o f  a s s o c i a t i o n  b e t w e e n  r e s p o n d e n t s '  y e a r s  o f  s e r v i c e  
a n d  t h e i r  v i e w s  o n  s t a f f  p a r t i c i p a t i o n  i n  d e c i s i o n  m a k i n g ,  f r e q u e n t  l a b o u r  
t u r n o v e r  a n d  p e r f o r m a n c e  
R e s p o n s e s  0 - l O Y e a r s  1 1 - 2 0  y e a r s  
2 1 Y e a r s  &  A b o v e  
T o t a l  
S t r o n g l y  A g r e e  
1 2  2 6  
1 8  
5 6  
A g r e e  
4  
1 5  5  
2 4  
U n d e c i d e d  
1  
5  I  
7  
D i s a g r e e  
2  
5  
I  8  
S t r o n g l y  D i s a g r e e  
3  
3  
I  7  
T o t a l  2 2  
5 4  2 6  
1 0 2  
- - · - -
S o u r c e :  F i e l d w o r k  ( 2 0 0 6 )  
1 3 0  
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. 
Question: Do you agree with the view that staff participation in decision making 
brings about a sense of belonging in the workforce, which prevent frequent staff 
turnover and leads to enhanced performance in your organization? 
Research Decision 
Calculated x2= 5.9 
Critical or table x2 = 13.36 
Degree of freedom ( d/f) = 8 
Alpha (a)= 0.05 percent 
Research Result: Calculated x2 of 5.9 is less than the critical or table x2 of 13.36 at 
alpha (a) level of 0.05 percent. This means that data are not statistically significant. 
The result is to reject the research hypothesis (Hr) and accept null hypothesis 
(Ho.), which states that there is no significant relationship between respondents' 
years of service and their views on staff participation in decision making, frequent 
labour turnover and performance in Nigerian Breweries Pic. 
Interpretation: Data are not statistically significant because critical (x2) of 13.36 is 
greater than calculated x2 of 5.9 at alpha (a) level of0.05 percent. What it means is 
that there is no enough evidence to prove that respondents' years of service affected 
their views on staff participation in decision making, frequent staff turnover and 
performance in Nigerian Breweries Pic. However, out of the I 02 respondents sampled 
in this study, 80 or 78.43 percent agree that staff participation in decision making 
brought about a sense of belonging in the workforce, which helped to prevent 
frequent staff turnover and led to performance in Nigerian Breweries Pic. 
Summary, Findings and Conclusion 
This study empirically examined the benefits of staff retention strategies and 
performance in Nigerian Breweries Pic. To achieve the purpose of the study, two 
hypotheses were formulated and tested using the chi-square (x2) analytical technique. 
The result of the first test showed that there is a significant relationship between 
respondents' job status and their views on rewards and performance in Nigerian 
Breweries Pic. This view could be further supported by the fact that of the 102 
respondents sampled in this study, 50 or 49.01 percent of the senior staff and 26 or 
25.49 percent of the junior staff agree that rewards as provided by Nigerian Breweries 
Pic enhanced its performance. 
The second test showed that there is no significant relationship between 
respondents' years of service and their views on staff participation in decision 
making, frequent staff turnover and performance in Nigerian Breweries Pic. However, 
out of the I 02 respondents sampled in this study, 80 or 78.43 percent agree that staff 
participation in decision making brougllt about a sense of belonging in t:1e workforce, 
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w h i c h  h e l p e d  t o  p r e v e n t  f r e q u e n t  s t a f f  t u r n o v e r  a n d  l e d  t o  e n h a n c e d  p e r f o r m a n c e  
i n  N i g e r i a n  B r e w e r i e s  P i c .  F u r t h e r  f i n d i n g s  r e v e a l e d  t h a t  o r g a n i z a t i o n s  h a v e  a  l o t  t o  
b e n e f i t  f r o m  p r o p e r  i m p l e m e n t a t i o n  o f  s t a f f  r e t e n t i o n  s t r a t e g i e s  i n  t h e  a r e a  o f  
c o m p e t e n t  e m p l o y e e  r e t e n t i o n ,  j o b  s a t i s f a c t i o n  a m o n g s t  s t a f f ,  h i g h l y  m o t i v a t e d  
w o r k f o r c e  a n d  e n h a n c e d  o r g a n i z a t i o n a l  p e r f o r m a n c e .  
B a s e d  o n  t h e  f i n d i n g s  o f  t h i s  s t u d y ,  t h e  f o l l o w i n g  s t a f f  r e t e n t i o n  s t r a t e g i e s  a r e  
h e r e b y  r e c o m m e n d e d  t o  e n a b l e  o r g a n i z a t i o n s  t o  e n j o y  t h e  b e n e f i t s  o f  h a v i n g  i n  
t h e i r  e m p l o y m e n t  h i g h l y  m o t i v a t e d  w o r k f o r c e ,  c o m p e t e n t  e m p l o y e e s  a n d  e n h a n c e d  
o r g a n i z a t i o n a l  p e r f o r m a n c e .  T h e s e  s t a f f  r e t e n t i o n  s t r a t e g i e s  a r e :  m a t e r n i t y  l e a v e  
w i t h  f u l l  p a y  a n d  a l l o w a n c e  f o r  f e m a l e  s t a f f ;  h o u s i n g  a n d  c a r  l o a n  f a c i l i t i e s  f o r  s t a f f ;  
p r o v i s i o n  o f  f r e e  m e a l  a t  w o r k  a n d  s t a f f  b u s e s ;  g o o d  s a l a r y  s t r u c t u r e ;  q u a l i t y  m e d i c a l  
a t t e n t i o n  f r e e  o f  c h a r g e  t o  s t a f f  a n d  t h e i r  f a m i l y  m e m b e r s ;  o u t s t a n d i n g  p e r f o r m a n c e  
a w a r d s  t o  s t a f f ;  o u t s t a t i o n  a l l o w a n c e ;  a n n u a l  i n c r e m e n t  o f  s a l a r i e s  b a s e d  o n  
p e r f o r m a n c e  a p p r a i s a l ;  p r o v i s i o n  o f  f r e e  d r i n k s  t o  s t a f f  o n  a  m o n t h l y  b a s i s ;  p r o f i t  
s h a r i n g ;  p r o v i s i o n  o f  c h i l d r e n  e d u c a t i o n  s c h o l a r s h i p  s c h e m e  t o  s t a f f  w a r d s ;  h e a l t h  
i n s u r a n c e  s c h e m e ;  a n d  l o n g  s e r v i c e  a w a r d s .  O t h e r s  a r e :  p r o p e r  w o r k i n g  e n v i r o n m e n t  
a n d  g o o d  c o n d i t i o n  o f  s e r v i c e ;  c o n s t a n t  a p p r e c i a t i o n  o f  s t a f f  f o r  a  j o b  w e l l  d o n e  i n  
f o r m  o f  i n c e n t i v e s ;  p r o m p t  p a y m e n t  o f  g r a t u i t y  a n d  p e n s i o n  t o  d i s e n g a g e d  s t a f f ;  
c o n f i r m a t i o n  o f  s t a f f  a p p o i n t m e n t  i n  o n e  y e a r  a f t e r  s u c c e s s f u l  c o n f i r m a t i o n  i n t e r v i e w ;  
e n c o u r a g e m e n t  o f  s t a f f  u n i o n i s m ;  a n d  p r o m p t  f u l f i l l m e n t  o f  p r o m i s e s  t o  s t a f f  b y  
m a n a g e m e n t .  
1 3 2  
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